The present study builds on the explanatory power of the "doing gender" perspective to understand the effects of family economic structure on the family and career satisfaction of husbands and wives. Using data from a two-panel, couple-level survey of full-time employed middle-class families in the Northeastern United States, we find that when wives' earnings increase relative to their husbands', their career satisfaction significantly increases whereas their husbands' is significantly depressed. In contrast, family economic structure has little effect on women' and men's level of family satisfaction, although we find a significant reduction in family satisfaction among couples who have recently shifted towards a more equal-earner economic structure. Our findings underscore the importance of considering both husbands' and wives' attitudes towards work and career in understanding how "gender is done" in couples, and in addressing the resulting family and work relations and dynamics. Focusing on the disjuncture between longstanding gender norms and current employment and earning patterns, we highlight the potential impact of these findings for couples, counselors, and organizations. The impact of family economic structure on dual-earners' career and family satisfaction. Sex Roles,. Reprinted with permission. All rights reserved.
The Impact of Family Economic Structure on Dual-Earners' Career and Family Satisfaction Substantial increases in women's rate of labor force participation over the last several decades have been accompanied by major changes in the economic structure of families (Blau, Ferber, & Winkler, 2006) . Research by Raley, Mattingly, and Bianchi (2006) , using three decades of U.S. Current Population Survey data on couple-level earning patterns, provided a striking statistical portrait of these changes. In 1970, over 50% of all married couples between the ages of 25 and 54 had an economic structure in which the husband was the sole earner, but by 2001, that proportion had shrunk to 25% and the dominant form of family (over 70%) had become dual-earner. Among families with a dual-earner form in 1970, a large majority-nearly three-quarters-were characterized by a structure in which the husband contributed more than 60% of the couple's earnings (Raley et al., 2006) . Within the 30-year span, this proportion had dropped significantly: almost half of such couples were equal-earners (with each partner contributing between 40% and 60% of total household income) or had the wife as the primary earner (Jacobs & Gerson, 1998; Raley et al., 2006; Winkler, McBride, & Andrews, 2005) . Thus, the majority of families in the 21 st century bear little resemblance to the previously normative male-breadwinner/female-homemaker form (Ferree, 2010; Moen & Roehling, 2005) .
Scholars are interested in the implications of these economic shifts for family functioning and individuals' well-being. Career and family satisfaction are two potential affective responses of individuals that are significant because they are considered indicators of domain-specific wellbeing and, hence, may reflect global well-being (Carlson, Grzywacz, & Kacmar, 2010 ). Yet a review of the research that explores the implications of family economic structure of married other-sex men and women reveals that it mainly focuses on behaviors within the family domain, particularly on two behaviors: division of household labor and divorce. Most studies on these latter topics draw on theories, such as the bargaining/exchange theory, which imply low family and/or marital satisfaction. However, little empirical work has documented the theorized attitudes that are presumably associated with variations in family economic structure or their intervening role between economic structure and observed rates of divorce or patterns of household labor (Brennan, Barnett, & Gareis, 2001; Sayer & Bianchi, 2000) .
Moreover, the impact of family economic structure on other subjective outcomes, such as career satisfaction, is largely uncharted territory. Career satisfaction has been studied as an important influence on turnover, employee motivation, and other outcomes that are related to organizational success. Most work on the sources of career satisfaction has focused on individual dispositions (McClelland, 1984; Schein, 1978) or, less commonly, on work characteristics or work-related outcomes, such as labor force attachment (Jacob & Kleinert, 2014; Shafer, 2011) . Family economic structure, which represents the nexus of work and family domains, is not known to have been considered in this context. Yet research on the relation between compensation and career satisfaction suggests one plausible link between family economic structure and career attitudes. Researchers who study compensation typically assume that individuals compare their objective career achievements (i.e., earnings and promotions) with others to gauge how well they are doing and that this social comparison is an important source of career satisfaction (Valcour & Tolbert, 2003) . However, few studies have investigated individuals' choice of comparison others. It is likely, we argue, that husbands and wives will use spouses as a point of comparison in evaluating their individual work achievements (Shafer, 2011) .
Thus, we use data from a two-panel, couple-level survey of full-time employed middleclass American other-sex families to contribute to the growing body of literature that has examined the impact of family economic structures on individuals' well-being by focusing on its effects in both the work and family domains, specifically on career satisfaction and family satisfaction. In doing so, we build on the "doing gender" perspective (Deutsch, 2007; West & Zimmerman, 1987) . This framework has been used to explain how wives' relatively high earnings, compared to their spouses', affect behaviors and choices at home (Bittman, England, Folbre, Sayer, & Matheson, 2003; Schneider, 2011; Weisshaar, 2014) . We suggest that attitudes are another important venue for the construction of gender. According to this line of research, when wives out-earn their husbands, the male-breadwinner/female-homemaker gender norm is violated, creating tensions between spouses and pressures to compensate for such deviance by enacting a more traditional division of household labor. These studies thus imply a negative effect of wives' higher earnings on family satisfaction, which leads to such behavioral responses, but little evidence exists about whether pressures to "do gender" are related to family dissatisfaction, or affect both spouses to the same degree. Relatedly, whereas the traditional male-breadwinner role inherently connects achievement in both work and family domains, the traditional female-homemaker role does not provide such a connection between work and family domains. Furthermore, in light of the publicity often given to the long-standing gender-based earnings gap, women who attain relatively high levels of compensation may not see themselves as gender deviants in the work domain. This reasoning suggests the need to investigate the need to "do gender" in relation to attitudes separately for men and women, as well as on family-and work-related outcomes.
In sum, we seek to extend research on variations in family economic structure by examining three questions: (a) whether family economic structure does impact family satisfaction as implied by previous research, (b) whether the influence of family economic structure extends to career satisfaction, and (c) whether there are differences between husbands and wives in terms of these impacts. Our ability to reflect the transitory nature of families' economic structure on these attitudes could offer further insights into processes of adaptation to these structures.
Consequences of Family Economic Structure
Contemporary family researchers have examined the impact of family economic structure on a number of outcomes. Two of the most frequently studied are marital dissolution and changes in the division of household labor. Whereas the accumulating evidence on these outcomes is relatively consistent, the attitudinal factors that underlie and produce them are not well-understood.
Theoretically, research on earnings and spouses' behaviors typically draws on a bargaining/exchange theory, which predicts that a spouse who has more resources (e,g., earnings from employment) is better able to bargain for what he or she wants (Blood & Wolf, 1960) . With regard to marital stability, this theory predicts that decreased satisfaction with family arrangements as spousal earnings become more equal is likely to result in divorce. The commonly posited "women's independence hypothesis" (Oppenheimer, 1997) also follows the bargaining/exchange model because women who are unhappy in their marriage are presumably freer to divorce if they are financially independent. This argument is consistent with findings from a variety of empirical studies indicating positive effects of increases in wives' relative earnings on likelihood of divorce and/or separation (Cooke, 2006; Hannan, Tuma & Groenveld, 1977; Heckert, Nowak, & Snyder, 1998; Nock, 2001; Rogers, 2004; Rossi & Rossi, 1990) .
Although spouses' increasing financial independence may make it more feasible for partners to end unsatisfying marriages (Sayer & Bianchi, 2000; Sayer, England, Allison , &   1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 Kangas, 2011; South & Lloyd, 1995; Teachman, 2010) , it is not entirely clear why independence should lead to greater marital or family unhappiness per se, which are, presumably, the proximate sources of marital dissolution. In fact, the increased overall family income associated with dual-earner and equal-earner arrangements could be expected to bring benefits that make remaining in a marriage more attractive, and thereby enhance family stability (Cherlin, 1979; Hoffman & Duncan, 1995; Özcan & Breen, 2012; Ross & Sawhill, 1975; South & Lloyd, 1995) .
Thus, a key limitation of the bargaining/exchange approach is that it is largely silent on the attitudinal and perceptual mechanisms that underpin the posited (and documented) relation between family economic structure and marital stability.
In the case of housework, according to bargaining/exchange theory, equal earnings are expected to result in more equitable division of housework between spouses. However, a growing body of evidence indicates that the rules of economic exchange do not predict who does the housework once wives' relative earnings exceed their husbands'. Although the division of housework tends to become more equitable as wives' relative household earnings increase from none to about half, it then reverts to a more traditional division as wives become the primary breadwinner-either because husbands reduce their domestic labor time (Brines, 1994; Greenstein, 2000; Thebaud, 2010) or because wives increase theirs (Bittman et al., 2003; Killewald, 2011; Schneider, 2011) .
Because these empirical findings are not readily explained from the vantage point of bargaining/exchange theory, this latter phenomenon regarding housework has been attributed to couples' "doing gender" in their marital relationship (Bittman et al., 2003; Brines, 1994) .
According to this perspective, housework is seen not only as the performance of various chores but also as an arena for the enactment of gender (Schneider, 2012) . By engaging in housework ,   1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 individuals conform to prescriptive expectations of gender and place themselves into the cognitively recognizable categories of men and women (West & Zimmerman, 1987 , 2009 ). In line with the notion that dominant family gender roles cast men as primary breadwinners, the curvilinear relationship between family economic structure and the division of housework is typically explained in terms of pressures to conform to such roles. Thus individuals correct deviations from family gender roles in the work sphere by adhering more strictly to them in the domestic sphere (Bittman et al., 2003; Greenstein, 2000) . This need to neutralize gender deviance (Bittman et al., 2003) implies decreased satisfaction with family arrangements as spousal earnings become more equal. Yet, as with the theory and research on patterns of divorce, the attitudinal sources of the observed changes in division of household labor are left rather opaque by work in this area. It is unclear whether husbands or wives or both spouses experience dissatisfaction as a result of family role deviance.
Our literature review revealed only two studies that have investigated the relationships between family economic structure and spouses' work careers, and both have also focused on behavioral outcomes, namely labor force attachment (Jacob & Kleinert, 2014; Shafer, 2011) . The studies reported that wives are more likely to exit the labor force (Shafer, 2011) and refrain from re-entering (Jacob & Kleinert, 2014) if their earnings are relatively low compared to their husbands'. It is worth noting that Jacob and Kleinert (2014) also examined unemployed men and, contrary to their expectations, found that unemployed men who were formerly minor earners refrained from re-entering paid work. Thus, unemployed men with lower earnings than their wives before they became unemployed did not try as quickly as possible to correct their deviation from the breadwinner role by (at least) returning to employment. These behavioral patterns by unemployed men may reflect low career satisfaction prior to their unemployment, yet these outcomes have yet to be investigated.
Taken together, previous studies on the implications of families' economic structure on both family and work-related behaviors suggest that men and women evaluate the worth of their earnings against their spouses' earnings and these evaluations often have gendered outcomes.
Nevertheless, we still do not have much direct empirical evidence of the relationship between families' economic structure and individuals' attitudinal reactions that underlie and produce them.
Family Economic Structure and Satisfaction
We argue that the different economic contributions of each spouse to the household are one more way in which gender inequalities are expressed and reproduced. In order to explain the meanings spouses attach to family economic structure when evaluating family and career satisfaction, we specifically build on the "doing gender" perspective (West & Zimmerman, 1987 , 2009 ). This approach is based on the premise that gender is produced and reproduced actively in everyday interactions between men and women and is displayed particularly strongly in counternormative situations (Jacob & Kleinert, 2014) . The situations in which the wife earns more than her husband does, or when both earn about the same, are both counter-normative, especially for men, because they mean the loss of the normative role of family breadwinner.
Generally, as we reviewed previously, studies treat "doing gender" as involving performances that reproduce existing normative conceptions. "Doing gender," however, is an active process reflecting the institutional shaping of gender relations (Cooke, 2006 (Deutsch, 2007; England, 2010) . Social and economic changes from the 1970s onward provided women with both the ability and strong incentives to enter the paid labor force (Cotter, Hermsen & Vanneman, 2004; England, 2010; Goldin & Katz, 2002; Sayer et al., 2011) . As women's participation in the labor force increased, so did concerns about gender equity in pay and expectations for increases in women's relative compensation (Dobbin, 2009; Treas & Widmer, 2000) .
Interestingly, research suggests that these expectations were accompanied by changes in stereotypes about women's behaviors at work. Diekman and Eagly (2000) showed in a series of experiments that individuals perceive an erosion of gender differences in work attitudes and behaviors. Specifically, respondents saw a convergence in women's and men's personality characteristics (with women increasingly perceived to have traditionally masculine characteristics such as competitive, daring, adventurous, aggressive), as well as in their cognitive and even physical characteristics. In this context, it seems reasonable to expect that both men and women will attach importance to compensation as a key criterion in evaluating their success in the workplace. Furthermore, compensation is a well-established predictor of perceived career success and career satisfaction (Judge, Cable, Boudreau & Bretz, 1995; Valcour & Tolbert, 2003) . Although studies of the determinants of career satisfaction commonly assumed that individuals compare their objective career achievements with others to gauge how well they are doing (Judge et al., 1995; Judge, Piccolo, Podsakoff, Shaw, & Rich, 2010; Kirchmeyer, 1998; Ng, Eby, Sorensen, & Feldman, 2005; Tharenou, 2001; Valcour & Tolbert, 2003) , how this is done or who is used as a comparison other are issues that are largely unexplored. Rather, most research examined absolute values of salary and/or number of promotions as predictors of subjective levels of career success.
However, the choice of social references may be a critical mediator of the impact of absolute indicators of career achievement on job and career satisfaction, as suggested by Crosby's (1982) classic work on women's relatively high levels of job satisfaction, despite lower earnings than men's. It seems likely that husbands and wives will use spouses as a point of comparison in evaluating their own separate work achievements (Shafer, 2011) . Policies of pay secrecy in many organizations and general social norms against informal sharing of pay information (Pfeffer & Langton, 1993) can make such work-based comparisons problematic, but in dual-earner families, spouses can provide ready referents because their wage information is generally readily available to partners.
In view of these perceptions of compensation in the workplace, women who attain relatively high levels of compensation will not see themselves as gender deviants in the work sphere, but we do not expect this to be the case when they evaluate their performance at home.
Within the family domain, as studies on division of housework have shown, women's strong earnings power is not often celebrated by men-nor by women. Indeed, qualitative studies have indicated that maintaining men's power within marriage, especially in the absence of their economic dominance, can be a constant struggle that takes a toll. As the "doing gender "   1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 perspective suggests, many couples portray this situation as a stressful one, describing ways in which both spouses work together to hide or ignore wives' income advantage (Tichenor, 2005) .
In light of the publicity often given to the long-standing gender-based earnings gap and standard expectations that men will out-earn women (Moen & Roehling, 2005) , we expect men to more negatively evaluate their own family and career achievements as their wives' earnings approach parity with their own, compared to men in couples with more conventional earnings arrangements. Because the social changes in gender roles that have occurred to a greater extent in the public than the private sphere have affected women's lives more than men's lives (Diekman & Eagly, 2000; England, 2010) , women who attain relatively high levels of compensation will not see themselves as gender deviants in the work domain. There is no conflict between "doing gender" and having strong earnings power; thus we expect their earnings to contribute to increased career satisfaction. However, within the family sphere, we expect wives, as both previous empirical research and the "gender deviance neutralization" hypothesis have suggested, to experience lower family satisfaction as their earnings are similar to or higher than those of their husbands, compared to wives in couples with more conventional earnings arrangements. Moreover, because family roles are more salient to women's identity (Cinamon & Rich, 2002) , they are more likely to acknowledge and register such dissatisfaction in survey responses than are men.
The Present Study
Based on our review, then, we expect that family economic structure will affect both family and career satisfaction and that these effects will vary by gender. Specifically, we
propose that the more equal the earnings of spouses, the lower husbands' and wives' levels of family satisfaction will be (Hypothesis 1a). Furthermore, the effect of earnings equality among spouses on family satisfaction will be greater for women than for men (Hypothesis 1b). Finally, we expect that the more equal the earnings of spouses, the higher wives' career satisfaction will be (Hypothesis 2a) and the lower husbands' career satisfaction will be (Hypothesis 2b).
In examining these hypotheses, we take into account other variables that are likely to affect our outcomes of interest (family and career satisfaction) and/or family economic structure.
Specifically, our predictors include wife's share of the household labor, family income, the number of children living at home (Kanji & Schober, 2014) , level of education, occupational status, and age. The relationship between family economic structure and our outcomes may also depend on gender-role ideology (Brennan et al., 2001; Furdyna, Tucker, & James, 2008) . To address issues of social selection, reflecting the impact of exogenous factors on family economic structure, we also control for wife's and husband's health (Springer, 2010) , as well as for spouses' job involvement.
Methods

Dataset and Procedure
The data used in our study are from the two-panel Ecology of Careers Study, a sample of U.S. middle-class, dual-earner couples. Respondents and their spouses were interviewed (separately) in two waves, 2 years apart, beginning in 1998 and continuing through 2002. The
Ecology of Careers Study comprises three research initiatives, all conducted in the same area of upstate New York, USA. The three initiatives were designed to be flexibly integrated so researchers could take advantage of the increased sample generated by combining the datasets. In the first two studies, respondents were recruited from employees working for 11 major employers (representing a diverse set of industries, including higher education, utilities, manufacturing, and health care). In the third study, sampling occurred through residence in 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 neighborhoods where employees of these companies were concentrated. This third sample was constructed from a random selection of couples living within a 57 census block groups of each employee who had been selected to participate in the employer-based surveys. Questions from the first employer-based survey provided the base design for subsequent studies. We found the survey type to have no effect on the results, and therefore we did not include it as a variable in the analyses presented here. The Ecology of Careers Study was intended to capture the work and family experiences of U.S. middle-class couples (for whom at least one member had some college education) and as such it does not represent all groups within the general population.
However, these data are especially advantageous for their couple-level structure, offering information from both the husbands' and wives' perspectives.
Survey respondents were interviewed using a computer-assisted telephone interview (CATI) system. Each survey took approximately 40-60 minutes to complete. All participants were paid $25 for answering the survey questions. Information was collected on current work and family characteristics, as well as life histories, for 4,637 respondents (1,914 couples) in the first wave of the surveys and 3,893 (1,558 couples) in the second wave. Because we were particularly interested in couples where both spouses had a strong attachment to the labor force and because this focus simplified construction of our main independent variable (family form), we used data from 482 other-sex couples (964 respondents) in which both members were employed full-time (35 or more hours per week) in both survey waves. Very few respondentsonly 89 individuals (less than 3% of the total surveyed) -divorced or separated between the two survey waves. For simplicity, we excluded the latter cases from our analysis, which reduced our final sample to 459 couples, or 918 respondents. Respondents excluded on the basis of these decisions were not significantly different from those remaining in the analysis on all covariates ,   1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 except for weekly working hours, with the former working, on average, an hour more than the latter.
Measures
Family and career satisfaction. We examined two dependent variables, family satisfaction and career satisfaction, based on responses from the second wave of the surveys.
Family satisfaction was operationalized using a five-item scale (α = .84) from 1 (never) to 5
(always) for all items. Items were: "You are satisfied that you can turn to your family for help when something is troubling you"; "You are satisfied with the way your family expresses affection, and responds to your emotion, such as anger, sorrow or love"; "You are satisfied with the way your family talks over things with you and shares problems with you"; "You are satisfied with the way your family and you share time together"; and "You are satisfied that your family accepts and supports your wishes to take on new activities or directions" (Smilkstein, 1978) . Because our measure of family satisfaction was highly skewed, we dichotomized the scale, with "high family satisfaction" (average score above 4) coded as 1 and others 0; this procedure is similar to that used in other recent studies (Furdyna et al., 2008; Kaufman & Taniguchi, 2006) . Nearly 58% (n = 267) of the wives fell into the category of "high family satisfaction," as did 54% % (n = 245) of the husbands. 3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 satisfied with the progress I have made toward meeting my goals for the development of new skills" (Greenhaus, Parasuraman, & Wormley, 1990) . As with the family satisfaction scale, this scale was also skewed, leading us again to create a dummy variable as our key measure. Cases in which the average score was 4 or above were coded 1 with the others coded as 0. Just a little fewer than 50% (n = 223) of the wives were classified as "high career satisfaction"; nearly 40%
(n = 178) of the husbands.
Our decisions to represent career and family satisfaction as dummy variables were based in part on the examination of the normality of the residuals from OLS models using the variables described in the following. For both family and career satisfaction, the distribution of the residuals in these models significantly differed from a normal distribution, with the deviations more evident for the upper and lower tail of the distribution. Skewness and kurtosis tests both revealed deviations from normality for the residuals for each measure. Similar results were obtained when we transformed family and career satisfaction by taking their natural logarithm, thus supporting the decision to dichotomize the variables.
We used data from both survey waves to define four economic family forms based on spouses' combined yearly salaries. Based on prior studies (Nock, 2001; Raley et al., 2006; Winkler, et al., 2005) , for descriptive purposes we divided the couples into four groups: (a)
Stably Traditional Earners, that is, couples in which the husband contributed 60% or more of the combined salaries in both waves; (b) Stably Equal Earners, that is, couples in which each member earned between 40 and 59% of the combined salaries in both waves; (c) Transitioned toward Equality, that is, couples in which husbands earned more than 60% of the combined salaries in the first wave, but not in the second; and (d) Transitioned toward Traditional, that is, couples with the reverse pattern of the third set. Note that these categories already take into 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 account the potentially transitory nature of families' economic structure by considering relative earnings in both waves of the surveys (Jacobs & Gerson, 2004; Winslow-Bowe, 2006) . Another type of economic family form is one where the wife was the main earner in both waves (i.e., the wife contributed 60% or more of the combined salaries), but because there were only four families with this form, we excluded these cases from our analyses. However, whereas these categories allow us to describe the data in a concise way, to avoid arbitrary cut-points, we used a continuous measure for analytical purposes. Thus, in the models described in the following, our measure defines family economic form as the ratio of the wife's salary to the combined household earnings. Because the family economic form changed, in some cases, between the first and second waves, we also account for the change in the wives' share of earnings between Wave 1 and Wave 2 by including a measure gauging the change in relative wage within the household between Wave 1 and Wave 2.
Control variables.
With one exception, our control variables are based on data from the second survey wave. Information on the control variables is presented in Table 1 . To measure division of household labor, we used responses from each member of a couple to a question on the average number of minutes spent per workday on household chores to construct a combined measure of total time spent by both spouses, and then we divided the wife's report of how much time she spent by this total. As reported in Table 1 , on average wives reported doing more housework than the husbands.
Gender role ideology was measured by a scale constructed from four items (α = .78), each ranging from 1 (strongly agree) to 5 (strongly disagree). We asked respondents to indicate their level of agreement with the following statements: "It is usually better for everyone if the man is the main provider and the woman takes care of the home and family," "It is more 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 important for a wife to help her husband's career than to have one herself," "Preschoolers suffer when their mother works," and "A working mother can establish just as good a relationship with her children as a mother who does not work" (General Social Survey, 1998) . This measure was the only one based on questions asked in the first survey wave because these items were not included in the second-wave surveys. Unsurprisingly, women expressed more gender egalitarian views than men. Individuals' health was assessed by a self-reported item, "Think of a scale from & Kejner, 1965) . Surprisingly, women reported greater job involvement. However, on our measure of hours of work per week, men reported working longer hours.
Our other measures are straightforward. Our measure of occupational status was a dummy variable coded 1 if a respondent was a professional or manager; a similar measure was constructed for spouses' occupational status. The education measures were also created as dummy variables, with 1 indicating that an individual (or spouse, for the measure of spouse's education) had a college degree. For both education and occupation, the distribution was similar for women and men. Age was measured in number of years. We measured family size as the number of children living at home, using wives' reports. Our measure of family earnings was 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 constructed by adding husbands' and wives' individual salaries together; to correct for skew, this measure was logged.
The data contained missing information for 11 (1.2%) individuals on at least one of the following variables: respondents' and spouse working hours, job involvement, respondents' and spouse health, and division of household labor. Analyses using multiple imputation produced results that were identical to those reported in the following, which were based on a single regression-based imputation of the scores. We also explored collinearity among the predictor variables. Results indicated the overall variance inflation factor was low (1.43), with only respondents' and spouse age exceeding 2.5 (at 4 .15 and 4.18, respectively).
Analyses. Because both the family and career satisfaction measures were dichotomized, we used logistic regression models to assess the impact of the independent variables on these outcomes. Although the original dataset was assembled at the couple level, because models for male and female respondents exhibited the same level of residual variation, we pooled the data in order to examine interactions between gender and our other variables. There are two aspects in which the data are nested, by couple and by employing organization (because the sampling procedures were based in part on respondents from 11 organizations, described previously). We used the clustered standard errors specification for logistic regression in STATA to correct biases in standard errors resulting from couple-level nesting [i.e., vce (cluster cluster_id)]. To address employer-related effects, we included main employer fixed effects.
To address concerns regarding reverse causality, we limit our sample to other-sex couples who were married at both time points and were both employed full-time at both time points.
Hence, an increased work effort in anticipation of divorce or of reduced family satisfaction is unlikely to occur among respondents in our sample. In addition, we address the possibility that 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 satisfaction in both domains shapes family economic form (see Özcan & Breen, 2012 , for a related concern regarding divorce and women's employment). Regarding family satisfaction, we estimated a model predicting family satisfaction while controlling for prior levels of marital satisfaction, which is highly correlated with family satisfaction (Brennan et al., 2001) . Findings from this model are reported at the end of the results section. Unfortunately, we do not have a measure of career satisfaction in Wave 1 and, hence, we cannot rule out the possibility of reverse causality, with lower career satisfaction leading to changes in family-related behavior and thus family satisfaction. We do, however, control for job involvement and report the following results from a model controlling for the respondents' earnings at time 1, hence partially accounting for career orientations, which can shape both family economic form and family satisfaction. In addition, for both types of satisfaction, we establish the time order requirement of a causal account by measuring family economic form first and subsequently measuring satisfaction outcomes. 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 To explore these preliminary differences in more detail, we turn to the results of the logistic regression analyses. As mentioned above, family economic form is identified in these models as the ratio of the wives salary to the combined household earnings, while controlling for the change in the wives' share of earnings between Wave 1 and Wave 2. Table 3 provides the results of the analyses examining family satisfaction; Table 4 provides the counterpart analyses of career satisfaction. In both tables, we began with a model including all control variables and a variable measuring family economic form. The second model added change in the wives' share of earnings between wave 1 and wave 2, hence allowing for the transitory nature of family economic form to exert an effect on satisfaction. Because hypotheses 1b, 2a, and 2b explicitly take into account gender differences in the association between family economic form and satisfaction we add, in model 3, an interaction between family economic form and gender.
Results
Preliminary Analyses
Hypothesis Testing
Starting with the results on family satisfaction presented in Table 3 , the coefficient for family economic form was not significant in any of the three models, nor was the coefficient for the interaction between family economic form and gender significant. Hence, Hypotheses 1a and 1b did not receive support. However, results from Models 2 and 3 indicate that family satisfaction decreased in transitioning households where earnings became more equal between Waves 1 and 2. This finding suggests that individuals respond, at the family domain, mainly to changes in division of labor and not to long-term household-level patterns, which plausibly reflect underling stable attitudes and arrangements. We found no gender differences with respect to this effect. Additional significant predictors of family satisfaction identified in Table 3 are the number of children (negatively associated with satisfaction) and health (positively associated with satisfaction). In Table 4 , we examine similar models predicting individuals' satisfaction with their career. Family economic form was not significantly associated with career satisfaction in Models 1 and 2. However, when we allow for an interaction between family economic form and participants' gender in Model 3, results indicated that greater equality is associated with higher satisfaction among women and lower satisfaction among men, in line with Hypotheses 2a and 2b. We illustrate these results in Figure 1 . As the figure demonstrates, in more traditional-earner households, career satisfaction is much higher for husbands than for wives. As earnings become more equal, satisfaction by wives increases whereas that of husbands decreases. As a result, in household where earnings are equal or close to being equal, the career satisfaction of husbands is dramatically lower than that of their wives.
Of the control variables, being female and having a higher household income had the strongest effects. The finding from Models 1 and 2, that women were more likely than men to express high levels of career satisfaction, may reflect the lower pressure on women generally to maximize career achievements. Lower expectations can make it easier to be satisfied with more modest actual outcomes. Net of household income and occupation, greater educational attainment was negatively associated with perceived career success, also possibly because of a link between educational attainment and higher expectations for career achievement. Spouses' educational attainment also had a negative effect on career satisfaction, presumably via the same route. Holding all other variables constant, individuals who work more hours per week expressed greater career satisfaction (in Models 1 and 2), as did those who felt in better health.
Model Specifications
We undertook a number of additional analyses to test the sensitivity of our results to model specifications. First, we added an interaction for gender with the measures of gender-role 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 ideology and division of household labor. We also explored three-way interactions (gender x gender-role ideology x equal-earner form; gender x division of household labor x equal-earner form). None of the interaction coefficients came close to attaining significance. We also estimated a model predicting family satisfaction, controlling for the wife's log earnings and a model controlling for the level of marital satisfaction reported in Wave 1. Both models produced results that were similar to those reported in Table 2 . Similar to the models for family satisfaction, we also estimated a model for career satisfaction controlling for the wife's log earnings. Results from this model were similar to those reported in Table 4 . Concerns regarding item non-response prompted us to compare the results reported in Tables 3 and 4 to those using multiply-imputed information for the 1.2% of our sample for whom information was missing for at least one variable. Results from the latter models were identical to those reported previously.
Finally, we ran OLS versions of these models with the 5-point measures of each dependent variable. The direction of the effects was consistently the same as in those shown here. Given the degree of skew in the outcome variables, we think that our dichotomized measures are more appropriate.
Discussion
In the present paper, we examined the impact of relative spousal earnings on husbands'
and wives' family and career satisfaction, two attitudes that we argue are key to understanding pressures that shape "doing gender" in families. Using data from a two-wave survey of other-sex married couples in the United States, we found negligible effects of family economic structure on family satisfaction for either husbands or wives. These results are rather surprising in light of the variety of studies documenting a negative relationship between higher levels of wives' relative earnings and marital instability (Cooke, 2006; Nock, 2001; Rogers, 2004; Rossi & Rossi, 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 1990). This existing work implies reduced family satisfaction as a likely intervening mechanism.
Likewise, research suggesting an increased need in families to "do gender" in response to wives' increasing relative earnings, by adopting a more traditional division of household labor, similarly implies lowered family satisfaction with higher earnings by wives (Brines, 1994; Bittman et al., 2003) . We did find a significant reduction in family satisfaction among couples that have recently shifted towards a more equal-earner economic structure. One interpretation of these results is that family dissatisfaction is likely to be triggered by changes in the earnings patterns of spouses, particularly increases in wives' earnings, but that this is not necessarily an enduring problem. Couples whose family economic structures remain stable, even when these run counter to conventional gender norms, may adapt both their attitudes and behavior, lessening initial dissatisfaction and the chances of marital dissolution.
Our analyses of career satisfaction indicate a more enduring impact of family economic structure on career satisfaction, an impact that takes very different directions for husbands and wives. When wives' earnings increase relative to their husbands', their career satisfaction is significantly increased, whereas that of their husbands is significantly depressed. We interpret this effect in terms of social comparison processes, where spouses use each other to assess their level of career success. Given the general societal pattern where women earn significantly less than men, on average, when a wife's salary is relatively close to that of her husband's, she is more likely to feel successful and thus express high levels of career satisfaction. Because workplace norms valorize high earnings for both men and women, women with relatively high levels of compensation may not feel like gender deviants in this domain, but traditional breadwinner norms may lead their spouses to experience a sense of deviance and thus to be less satisfied with their careers as spousal earnings approach parity .   1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63 64 65
Limitations and Future Research Directions
Like any research, our study has some limitations. First, we examine family economic structure in both waves of the survey, but other variables are taken from only one wave of dataset. Because we do not examine changes in the variables directly, we are constrained in our ability to make inferences regarding the causal status of key variables in our study. Most importantly, although we tried to address reverse causality concerns with respect to family satisfaction by controlling for prior level of marital satisfaction, we have no prior measure of career satisfaction.
In addition, our measures of division of household labor were limited. Time spent on housework per se may be a relatively weak indicator of the extent of household labor, which includes childcare and general planning and scheduling for the household; these facets of domestic labor may not be well-reflected in our measure (Carlson, Pilkauskas, McLanahan, & Brooks-Gunn, 2011; Schober, 2012) . Future studies should examine more closely the extent to which the effects of women's share of household income on family satisfaction and related outcomes is moderated by other dimensions of division of household labor and various aspects of women's bargaining power.
Finally, we limited our analysis to middle-class other-sex couples who were both employed full-time (i.e., 35 hours of work a week or more) over the 2-year period of our surveys and who remained married. Future research is needed to enhance the generalizability of this research's findings to a more representative population as well as to more diverse subpopulations. 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 The relationship between family economic arrangements and family outcomes has been the focus of policy-oriented research at least since the 1970s when a number of social experiments provided evidence of a positive impact of increased economic support to lowincome families on rates of marital dissolution (Hannan, Tuma & Groenveld, 1977) . Since then, other studies, using data on individuals at varying socioeconomic levels, have also linked increasing parity in spousal earnings to greater chances of divorce (Cooke, 2006; Nock, 2001; Rossi & Rossi, 1990 ).
Practice Implications
As we have indicated, little empirical evidence exists on the impacts of different kinds of family economic structures on the attitudes and psychological responses that presumably underlie such observed behavioral patterns. But understanding these attitudes and psychological responses is key to addressing the problems. Thus, one implication of our study for those engaged in marital counseling is the need to explore fully both husbands' and wives' attachment and satisfaction with their work roles and to acknowledge disconnections between long-standing norms and actual contemporary earnings patterns as part of dealing with spousal conflict.
Expressed dissatisfaction with family life may be less important than unexpressed satisfaction or dissatisfaction with work achievements in resolving such conflict. From a larger policy standpoint, dissemination of information about changing patterns of family earnings, in the media and in the classroom, may help expedite the alignment between social expectations that shape individual relations within the family and economic reality.
Conclusion
The findings of our study suggest important avenues for developing a better theoretical understanding of the impact of family economic structure on family dynamics documented in previous work, such as inequalities in the division of household labor and marital dissolution. In 1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 particular, by applying the "doing gender" perspective to the understanding of both work and family dynamics, our work underscores the need to consider how family structure is related to work attitudes of both spouses, as well as family attitudes, as mediators between family structure and such behavioral outcomes. Hence, our study juxtaposes family and work dynamics in analyzing and understanding how gender is enacted
There are a variety of potential linkages that could be explored in this context. For example, a number of studies provide evidence that work status is more salient and important to men than to women (Cinamon & Rich, 2002; Honeycutt & Rosen, 1997) . Given this difference, it seems likely that lower career satisfaction is apt to lead women to disengage from work, whereas greater career satisfaction is more likely to enhance their work commitment. This is consistent with research showing that, net of husbands' earnings, women in higher earning brackets are less likely to exit the labor force than are their lower-paid counterparts (Shafer, 2011) . Likewise on the home front, women's increased career satisfaction may lead to a greater sense of self-confidence and a greater willingness to bear the costs of marital dissolution in the way postulated by Oppenheimer's (1997) independence hypothesis. Thus, exploration of such relationships would offer a much more thorough understanding of previously documented behavioral relations.
Similarly, greater attention to intervening work attitudes may also help us better understand the dynamics of the division of household labor. If men in more equal-earner couples experience less career satisfaction and then this leads them to devote more effort to improving their career prospects, this emphasis on career may partially explain men's reduction on time spent on household labor found in some studies (e.g., Brines, 1994) . Apart from reducing turnover, whether higher levels of career satisfaction might also reduce the intensity of time and   1  2  3  4  5  6  7  8  9  10  11  12  13  14  15  16  17  18  19  20  21  22  23  24  25  26  27  28  29  30  31  32  33  34  35  36  37  38  39  40  41  42  43  44  45  46  47  48  49  50  51  52  53  54  55  56  57  58  59  60  61  62  63  64  65 effort devoted to work activities by men (and increase the time spent on household labor) is an issue that awaits empirical evidence, although this is an interesting possibility.
A key implication of our study is that, to understand the forces that shape "doing gender,"
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